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DIGITAL LEARNING
MEETING THE DEMANDS OF THE FOURTH INDUSTRIAL REVOLUTION

SECTION 02
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UNDERSTANDING DIGITAL FLUENCY

Fuse Technology with Education 

Digital is almost entirely a technical definition and relates to the use of 

computers — with their "binary" language of on/off, 1/zero, bits and 

bytes. This is the digital world and includes computers, the software to 

run them, and the movement and storage of digital information via 

networks and storage (hard drives and cloud services). The part that 

unleashes tremendous value for society is taking advantage of these new 

capabilities relating to interactivity and group forming.1 

Technologies can enable learners to grasp concepts more quickly and 

fully, to connect theory and application more adeptly, and to engage in 

learning more readily.

1 Center for Digital Media, Vancouver 
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According to the Association for Talent Development,  the Fourth 

Industrial Revolution is upon us and is causing significant disruption 

to the learning and development community. Klaus Schwab and the 

World Economic Forum have identified three waves in the Fourth 

Revolution, each of which is characterized by an increasingly rapid 

pace of disruption.

We have already seen the first wave: the rise of the digital consumer, 

which is making the experience of the learner more personalized and 

pervasive through social, mobile, analytics, and cloud (SMAC) 

technologies. The second wave, which is now arriving, involves the 

rise of the digital enterprise, which focuses on optimized 

collaboration driving productivity through SMAC technologies. The 

third wave will be in digital operations, where the Internet of Things 

(IoT), artificial intelligence, and robotics will revolutionize how work 

is actually executed.

History shows a positive trend throughout cycles of each industrial 

revolution: every significant advancement in automation, while 

changing the nature of work, has created more jobs than it has 

dissolved. Looking at our present and our future, the same is poised to 

hold true. The benefits of humans and machines working together has 

the potential to catapult the type of work we engage in and the 

accelerated value we as human beings will be able to create. 

McKinsey’s A Future That Works report (2017) cites a growth in 

productivity of up to 1.4 percent annually as a result of automation.

Digital learning innovation centers can offer a way to manage the 

disruptions in the learning space. A well-designed digital learning 

innovation center can provide the following:

● a predictable and repeatable process to drive better learning 

experiences through innovation

● an approach for supporting practitioners in innovative efforts in 

the field
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● an effective mechanism for tracking, documenting, and sharing 

innovations across the organization

● a space to explore, innovate, and refine without disrupting 

critical day-to-day activities

● an enabled learning organization that is capable of innovating 

continually.

Aligned with similar enterprise research and development 

investments, digital learning innovation centers can deliver:

● effective responses to constant industry disruptions

● shorter times between idea development and execution

● cultivation of innovative solutions that will move the 

organization forward

● an increase in an idea’s potential while simultaneously 

decreasing its risk

● productive innovation with fewer negative disruptions
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EXPAND AND EMPOWER YOUR WORKFORCE

Implement Digital Learning Centers

The manufacturing skills shortage in the United States has a direct 

effect on business profitability. When a company lacks key skilled 

roles on a production line, it impacts productivity, efficiency and, 

eventually, profitability. Having skilled manufacturing roles go 

unfilled influences several different operational metrics: 

• Quality

• Overtime cost

• Production down time

• Production cycle time

• Scrap

• Customer satisfaction—lead time, delivery and quality

Leading companies are embracing digital technologies to offer 

learning experiences anytime, anywhere. For example, organizations 

are offering remote skills training for manufacturing, allowing 

employers and employees alike to make 

use of self-paced learning that is available 24x7 and is delivered in a 

way that is best suited for the learner and learning objective. Digital 

learning also can be a more economical approach than traditional 

classroom learning.

The average cost for trade school is $40,000 with interest. These 

skilled graduates are expecting to earn an entry level salary of 

$35,720 (US Bureau of Labor), pricing them well out of reach for local 

manufacturers. Research indicates that, given the reported difficulty 

of finding qualified candidates, companies should drop the notion of 

finding the “perfect” candidate based on a lengthy list of highly 

specific skills, education or experience. Instead, they should look for 

more generalist skills from candidates—even those outside of their 

industry, in other geographies or with adjacent or overlapping skill 

sets—that can easily be developed to perform the job. Many of the 

manufacturing companies that we spoke with have a ready pool of 

workers who may lack the specialized skills to fill critical roles, but 

they have basic knowledge and motivation to build upon. 
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“One employee six years ago started as a machinist trainee. Really 

smart, not a lot of formal education, but intelligent,” said Mary Ann 

Cervinka, HR manager at Arrow Gear. “He is now pursuing formal 

education and is a supervisor of our highly technical area.” 

Employers can identify the best performers and up-skill motivated 

employees from their unskilled workforce pool. By providing a path 

to higher skilled work through training and apprenticeships, 

employers will offer a fulfilling career path that engages employees 

and builds long-term loyalty. They will also shape a long-term 

pipeline of skills to support the business.

Getting employees’ buy-in — to organizational values, new 

initiatives, or even daily assignments — is critical to productivity 

and team success. A training program provides an invaluable path 

to get your team “on board” with key organizational priorities.
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Research into how people learn and remember suggests that we 

retain about 20% of what we hear, 40% of what we see and hear, and 

75% of what we see, hear and do. Multimedia engages all the senses 

— hearing, seeing, and doing — and thus maximizes learning while 

catering to every style.

Comparative studies suggest the learning effectiveness of a Digital 

Learning Center is superior to conventional training — people learn 

faster, and retain more. Some studies have shown an improvement in 

the time required to learn of 50%. 

This is due to:

• Self-Pacing: because the learning is self-paced, the learner 

can take the most efficient path to learn the content.

• Interaction and Feedback: the courseware is specially 

designed to provide reinforcement by giving plenty of practice. 

In some courses, learners are not allowed to progress until 

earlier stages have been mastered.

● More Focused and Active Learning: In a corporate learning 

center, people can focus on exactly the area they want to 

develop. Peripheral areas can be ignored. They can concentrate 

on the issues that are currently relevant to their needs, can move 

back/fast-forward/skip/stop/repeat and exit as they please.

● Motivation: The availability of a corporate learning center in a 

company can boost staff morale and motivation. It is a visible 

demonstration that the company cares about the development of 

its employees. Learners are made autonomous, and encouraged 

to identify and meet their own training needs as and when 

required. They draw up their own personal development plans, 

set their own learning objectives, and become responsible for 

their own learning. Thus, they feel a sense of empowerment. To 

attract learners, the training experience provided by the 

corporate learning center must give employees an opportunity to 

develop competencies directly relevant to their jobs. The training 

must be perceived 
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as useful for career progression and promotion inside or outside 

the company. Using the corporate learning center must have 

status and acceptability with the employees’ peer group. These 

factors will affect the motivation of the learners.

● Flexibility: Staff can pursue open learning videos at their own 

pace, in their own time, and without supervision, threat of fear or 

competition. Courses can be studied as often as needed, and 

complicated topics repeated as often as necessary.

Training is provided year-round, at any time or place. People become 

more flexible in their attitudes to new methods and technology, 

especially in the acceptance of change through continuous lifelong 

learning. The ‘drop in and help yourself to learning’ approach creates 

an ethos and culture of learning in the individual and the organization. 

The barriers to learning are eliminated when it becomes available to 

all.

Potential Returns on Investment

• Participants learn nearly 5X more material without increasing 

time spent training. (The Information Daily)

• Companies boost productivity by 50%. Every $1 spent in 

eLearning results in $30 of productivity. (IBM)

• Proven to increase knowledge retention by 25% to 60%. 

(Certifyme.net)

• Nearly 23% of all employees leave their job because there simply 

aren’t enough training or learning opportunities. However, 

companies who do offer on-the-job training generate about 26% 

more revenue per employee. (Training Industry)
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We are born makers. 
We move what we’re learning from our 
heads to our hearts through our hands . . .


